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Abstract 
One of the most common assumptions in organizational knowledge states that knowledge construction requires work in 
cooperation. Based on this idea, we have derived that, for the construction of organizational knowledge, horizontal 
participation of the organization members is required. However, there is an approach stating that, in spite of the need of 
cooperation for the creation and transfer of knowledge in organizations, a highly consolidated knowledge leadership is 
necessary. The purpose of this work is to set out the concept of knowledge leadership in the organization and the 
characteristics to be met by its members. The lecture structure is as follows: a) Leadership in the Organization; b) Leadership 
in the Organizational Knowledge; c) Organizational Knowledge Leader Team; d) Organizational Knowledge Leadership 
Model and d) Knowledge Leadership Strategy. 
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1. Introduction 
This lecture forms part of a Research Project titled “Model of Transfer of Organizational Knowledge for 
Mexico” carried out by the author in the Information and Documentation Fund for Industry, INFOTEC. The 
purpose of such project is to develop a model allowing Mexican organizations to efficiently manage the transfer 
of knowledge among their members. The model being developed has the following pillars: leadership, 
architecture and environment for knowledge. 
Leadership for organizational knowledge shall be the subject of the lecture and therefore, in a first time, we 
propose an ideal model based on a literature review which, in the empirical stage, will be subjected to test in 
order to establish its feasibility. 
The document comprises four parts: a) Leadership In the Organization, which analyses several opinions on the 
characteristics entailed by such leadership; b) Leadership in the Organizational Knowledge, which reviews and 
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proposes a definition for leadership for organizational knowledge; c) Characteristics of the Organizational 
Knowledge Leaders; c) Characteristics of the Organizational Knowledge Leader Team; peculiarities the leaders 
must have for the organizational knowledge are set out in this section; and d) Organizational Knowledge Leader 
Model; a leadership model for the organizational knowledge is proposed in this section. 
2. Leadership in the organization 
Leadership is a subject that, given the interest in forming individuals with certain characteristics and in charge 
of directing organizations, has reached a new peak in administration literature. However, such subject has been 
the object of study in other disciplines of the social sciences, especially of political science. Unfortunately, most 
of the administration literature seeking to offer an approach on leadership forgets ideas that have been presented 
by authors such as Aristotle, Machiavelli, Weber, etcetera, and tends to solutions typically setting out magic 
formulas that only consider the leader, but forget the context in which the leader must develop to direct the 
organization or a segment thereof. In this section some ideas of the above mentioned authors will be briefly 
reviewed in order to submit a definition of leadership for organizational studies. 
Leadership Theory Background 
The first author who set out his ideas on the characteristics a leader of a Republic should have was Plato in 
The Republic. In this book the author stated that democracy should be directed by a group of philosophers, who 
would not accumulate richness, since richness was contrary to the goodness and virtue as essential characteristics 
any leader should have. In Politics, Aristotle [1] set up three conditions those who had under their charge the 
main magistracies should have: 
 […] in the first place, love to the established regime; in the second place the highest competence in the 
tasks under his charge, and in the third place,  virtue and justice in each regime, proper to such regime 
[…] (Aristotle, 2000). 
In the case of Machiavelli [2], in The Prince, the author carried out a review of the characteristics that princes 
up to his time have had. However, he establishes particularities the new prince should have, being a man who is 
to direct the State for factors such as virtue, good fortune, the favour of the people or the military cooperation of 
other princes. The next author, who examines the political leadership from the ways of domination, is Max 
Weber. According to Weber [3], there are three kinds of domination: 
a) Charismatic Domination. 
b) Traditional domination. 
c) Legal domination. 
The positions on leadership, as above set up, have the State as a framework and are closely related to the 
political science. However, the administration leadership notion had an influence, especially on the categories set 
up by Weber, since, through such categories; peculiarities of the organization regarding its leaders may be 
pointed out. On the other hand, the legal domination is associated to modern organizations, since there is an 
assumption that leaders of this kind of organizations legitimate their authority through the technical knowledge 
and not based on inheritance or charisma. 
Leadership Theory in Organizational Studies 
Throughout History, in accordance to Barnett [4] in organizational studies the following theories on leadership 
have been developed, and have influenced previously exposed ideas on leadership: 
1. Theory of Features: leaders had different characteristics than those of their subordinates and their 
authority aroused from such characteristics. This theory was introduced during the 1930’s. 
2. Theory of Conduct: the conduct of effective leaders is different than that of ineffective leaders. The two 
main classes of leaders are, on the one hand, those whose conduct is oriented to tasks and, on the other hand, 
those whose conduct is oriented to relations. This theory was introduced during the 1940’s and 1950’s. 
3. Theory of Contingency: the only factors of context determined if the characteristics and specific conduct 
of the leader would be effective to direct his/her organization. This theory was introduced in the decades of 
1960’s and 1970’s. 
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4. Theory of Leadership Interchange between Members: considers that leaders have relations of great 
quality with some subordinates, but not with other subordinates. The problem has its roots in the fact that the 
quality of the leader-subordinate relation affects the results in several work places. This theory was introduced in 
the 1970’s. 
5. Theory of Charismatic Leadership: the effective leaders inspire their subordinates to be committed to the 
organization goals through the communication of vision, displaying a charismatic conduct and offering a 
powerful personal example. This theory was introduced in the 1970’s and 1980’s. 
6. Theory of the Leadership Substitution: characteristics, tasks and subordinates of the organization may 
substitute or deny the leadership effects. This theory was introduced in the 1970’s. 
The above theories have been present in several organizational studies’ approaches to the leadership subject. 
However, the question still is: What is the definition of leadership? This shall be answered in the following 
section. 
Definition of Leadership 
Leadership has been defined in multiple ways; the definition used in this work is the following: 
The leadership may be defined as a process by which an individual influences other individuals in order 
to reach the goals of a group or organization. Three points shall be highlighted in the definition of 
leadership. First, leadership is a process of social influence, since leadership may not exist without one 
leader and one or more followers. Second, leadership induces the wilful action of followers, since the 
wilful nature separates leadership from other kind of influence based on the formal authority. Third, the 
results of the leadership in the conduct of the followers have one purpose and are directed to a goal in 
some kind of organizational context. There are multiple studies on leadership focused on the nature of 
leadership in the work place [4]. 
3. Leadership in the organizational knowledge 
Once the subject of leadership has been analysed, we will establish in this section the relation between such 
definition and the organizational knowledge. Above all, the definition of organizational knowledge is recovered, 
which has been the base for this research: 
[…] the organizational knowledge is a rationalizing activity that a man or group of men carry out by 
means of language in the context of organization. Likewise, thanks to the organizational knowledge, the 
rationalization of the physical world, the social world, and the historical world in which the organization 
is immersed is possible. In this work, the organization, when rationalizing the physical world, is 
understood that is seeking to comprehend and explain the physical environment in which it is immersed. 
When the organization rationalizes the social world seeks to comprehend and explain the surrounding 
social environment of which it is a part. While, when the organization rationalizes the historical world, it 
seeks to comprehend its background and its environment background, which helps to explain and account 
for the situation which it is immersed in, since most of the answers to the interrogations on what is 
happening in the present are found in the historical process in which it has participated or of which the 
organization itself is a consequence [5]. 
According to this definition of organizational knowledge, the approach set up in the above section is related as 
follows: organizational knowledge may be a means or an end for the organization, and a group of individuals 
acting in a coordinated way is required, either to create knowledge or to transfer it. Regarding the three points 
emphasized in the definition of leadership, concerning the first point, in the organizational knowledge, the 
existence of a person positively using the influence he/she has over his/her follower(s) is required, either to 
transfer or to generate knowledge within the organization. The second point of the definition of leadership is 
essential for the organizational knowledge, since, in order that persons participate in the knowledge processes, it 
is necessary to have their wilful participation for, otherwise, there is the risk of them not supporting such 
processes and hinder them. The third point of leadership is linked to organizational knowledge, for the purpose 
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and goal of knowledge for the organization is to transfer, create and store knowledge, and the existence of leaders 
is necessary to help reaching such goal through their relations with the organization members. 
Arising from the above, we may conclude that organizational knowledge leadership is defined as: 
[…] the process to use personal influence in order to support knowledge development processes and 
integrate them with the knowledge management initiatives in order to reach a future that has been 
previewed [6]. 
The organizational knowledge leadership develops individuals complying with the role of managers and 
leaders that, by means of the work with knowledge systems, create an environmental means in the work site 
supporting the development of knowledge. Knowledge leaders are necessary in every level of the organization. In 
order to reach goals, knowledge leaders require being balanced in the creation and use of knowledge to improve 
their own professional effectiveness as well as the organization effectiveness. In few words, a knowledge leader 
needs to be functional, adaptable, sustainable and timely, even when such leader is not necessarily a director of 
the organization. Taking into account that leaders may be focused on tasks or relations is essential, and that many 
times such features are difficult to find in one individual, therefore, the ideal is that leadership in an organization 
is executed in a team. 
4. The organizational knowledge leader team 
This section presents the definition and characteristics of the organizational knowledge leader team. The 
reason why the organizational knowledge leadership must be executed in a team is because, according to the 
contingency theory, the leader corresponds to the context in which the organization is placed. Then, the 
knowledge team must be the sum of several coexisting leaderships in the organization. 
The knowledge team in an organization must be semi-permanent, and the membership to this group shall 
depend on the goal of the project to be developed [7]. That is mainly because it is extremely important that team 
members have the capacity and the power to influence on the organization areas located outside the work place. 
This is possible if they have the knowledge and the skills of several organization areas, which allows them to 
have the initiative to combine human, technical and process items with the knowledge transfer affecting the 
organization areas. 
A challenge to be faced by the knowledge team is to reach a balance between encouraging the knowledge 
transfer to each member of the organization and protecting knowledge providing a competitive advantage to the 
organization. The solution is the establishment of clear rules on the type of knowledge that may be shared, and 
that is why it is important that the formation be composed by persons who have the possibility to share 
knowledge, since they have similar liability areas [8]. Therefore, in addition to the existence of a team 
coordinating the work with the general knowledge of the organization, teams for particular subjects in the 
organization may be created. 
A vital aspect is the structure of the leadership team, which must cover the following features: 
- The team must be able to globally observe the development of initiatives driving to the knowledge 
management. 
- The team should be flexible in its approach, in a way to be able to pay attention to the knowledge 
management of the entire organization and of areas that, for the specificity of their activities, affect the 
organization operation. 
- The team shall be composed by persons pertaining to several areas of the organization. 
- The team shall be composed by knowledge coordinators, who shall bear the liability to report within the 
team any actions and consequences of the knowledge management initiatives of their work area. Another role is 
that of the knowledge intermediaries, who shall mediate in the knowledge transfer within the organization [9].
Information technology plays an essential role to coordinate the work of the knowledge team members, 
especially because it expedites communication whenever the team members can not physically meet. This paper 
does not go deeper in such subject because it is covered in the knowledge architecture of the Knowledge Transfer 
Model for Mexican Organizations. 
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5. The organizational knowledge leader team 
Organizational Knowledge Leadership has a double role incorporating two sides of the leadership theory. The 
first trend is that leadership is a process in which people is encouraged to reach a goal or a future ideal view. The 
application of this side to knowledge means that leaders should set up the scenarios which are sought to arrive 
using knowledge and transferring it to other people. The second trend deems the knowledge leader as a processes 
and systems designer; in this case, the leader seeks that the organization members know the design and 
implementation of a process or system [10]. 
The leadership model shown in this analysis is based on Croteau and Dfouni’s work [11]. In this model, the 
main characteristics knowledge leaders should have are identified, which are grouped as follows: 
Knowledge Leadership Main Benefits 
1. Increase of the internal transfer of knowledge. 
2. Delivery of products and services of the highest quality. 
3. The leader avoids reinventing the wheel. 
4. The leader improves the decision making process. 
5. The leader increases the cooperation between employees. 
Main obstacles of knowledge leadership 
1. Organizational culture. 
2. Lack of executive support. 
3. Rejection to change. 
4. Lack of view. 
5. Barriers for communication. 
Knowledge Leadership Functions 
1. The leader encourages the transfer of knowledge culture. 
2. The leader expedites the transfer of knowledge among personnel. 
3. The leader convinces the directors about the benefits of managing knowledge. 
4. With his/her example the leader directs the transfer of knowledge. 
5. The leader embeds the transfer of knowledge into the organization processes. 
Knowledge Leadership Skills 
1. Interpersonal skills. 
2. Leadership. 
3. Change Agent. 
4. Motivation. 
5. Creativity. 
Knowledge Leadership Technology 
1. Portals. 
2. Recovery Strategies. 
3. E-mail. 
 Collaborative Support Tools.
 Document Administration Systems.
6. Knowledge leadership strategy 
The organizational knowledge leadership model allows organizing the component items. However, the 
challenge is to develop a proposal allowing the organization to align the organizational knowledge with its 
strategy. Such proposal must be based on a systematic knowledge leadership. One of the main challenges for 
knowledge leaders is to design self-organized and organic initiatives encouraging creation and innovation. 
Leadership and Identity 
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Efforts for an effective knowledge leadership must be aligned with strategy, systems and, above all, with the 
identity of the organization. The reason why the identity of the organization is deemed as extremely important is 
that the rationale of the organization itself is established through its identity. Once the organization identity is 
known, it is possible to give answer to questions on the reason of its activities and what are its functions in 
society. In addition, it helps to determine what makes the organization unique, different and the best in its kind. 
Identity reflects the most important issues for the organization and allows understanding its culture and the 
form in which its members make decisions. Identity is the essence of the organization and it must be protected 
when facing change processes. In changes faced by the organization, identity may become diffuse and cause the 
organization acting in a schizophrenic way, therefore, knowledge leaders need to keep in mind the importance of 
identity, since their acting may generate such changes. 
Some of the key characteristics that should be taken into account about the identity of an organization are: 1) 
identity is an internal network of relations defining the system organization; 2) the relations internal network 
autonomy is adapted to be maintained within its environment context; 3) interactions with the environment may 
cause rearrangements in the internal organizational process network; 4) the training may be viewed as internal 
changes in the organization structure, which allow to respond to the environment transformations in order to 
maintain the organization’s identity. 
Knowledge Integration to the Organization’s Processes 
Knowledge leaders shall be capable of integrating their initiatives to the existing administration systems in 
their organization. An administration system is a group of items interconnected linking the management process 
of several issues of the organization by means of a set of tools, methods and routines. The administration system 
operates as a group of functions tending to mutually support or limit them. The administration system balance is 
essential because costs are saved and the effectiveness of the organization’s processes is ensured thereby. 
A high degree or strategic knowledge alignment is needed to integrate every aspect of the administrative 
system in an organization, as well as the processes for the creation and transfer or knowledge. The knowledge 
strategic alignment starts with the identity exam of the organization, since it allows the organization knowledge 
management usefulness view clarification. This first review is vital for it ensures that activities related to 
knowledge be constituted in a bridge between the current reality and the future to which arrive and that, on the 
other hand, activities related to knowledge are useful to achieve that the organization meets the fixed goals. 
Strategic Cycles in the Organization 
Due to its systematic nature, the decisions in the organization, in general, imply advantages and disadvantages; 
therefore, knowledge leaders need to develop strategies taking into account their effects. Throughout time, 
organizations tend to place themselves in most types of organizational strategies. Organizations may be 
distinguished by the amount of resources they invest and for the time they spend in each type of strategies. 
Organizations not only use one kind of strategy, but a combination of several strategies. 
Knowledge leaders are responsible to determine the knowledge activities proper for each time point of the 
organization growth. In order to do so, knowledge leaders must have in mind that the strategy they are choosing 
is consistent with the organization identity; in particular because the identity and the strategy serve as basis to 
answer numerous main questions on knowledge made by the organization members. Another of the activities 
performed by knowledge leaders is to develop a process supporting the strengthening of the organization identity 
among its members. 
Strategic Knowledge Integration in the Organization  
The challenge for organizations and knowledge leaders is to achieve the strategic integration of knowledge 
into the organization. The strategic integration is achieved taking into account that integration is necessary to 
obtain the balance between operation and innovation. Even when in recent times the importance of innovation is 
highlighted as well as the fact that the most successful organizations are based on innovation, we should not 
forget that operation is a vital factor for a proper guidance of the organization. Then we will explain how the 
knowledge leader may participate to achieve a balance between innovation and the operation of the organization. 
The knowledge leader must develop a proper strategy to guarantee the operational aspect of the organization 
and capture such strategy in the know-how and documentation accumulated by the organization throughout time. 
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There is no doubt that the creative aspect should not be diminished by the operation. However, one should not 
forget that creativity, in addition to being based on certain skills in the individual, requires knowledge on the 
organization identity, what is its line of work and what is its contribution to society. In operations carried out in 
the organization it is possible to find most of the items forming part of the organization. 
Innovation offers the advantage of allowing developing products or modifying processes to impact in products 
or services to be offered by the organization in the medium and long term. The strategy based on innovation is 
focused in the future and, in that way, knowledge acquires an essential role, for it helps to select among several 
alternatives that may guide the organization. The knowledge leader contributes to innovation with key items to 
achieve the view and goals proposed by the organization for the future; by means of the analysis of the 
information it has on what is the organization. 
The challenge in organizations is to achieve the development of a strategy balancing innovation and operation, 
in such way that they do not mutually obstruct themselves and allow having an efficient and visionary strategy. 
In order to reach the mentioned balance, organizational knowledge leaders need to understand that their work 
is focused on safekeeping and updating knowledge assets of the organization. To achieve such goal, the 
knowledge leader needs to attend storing, transfer and creation of organizational knowledge, generating an 
integrating strategy so allowing a better participation of the organization members in every aspect of the 
organizational knowledge. 
The knowledge leader shall strategically integrate knowledge to the organization in accordance to the 
following stages: 
a) Definition of Identity: The knowledge leader shall appropriate the organization’s definition of identity to 
understand what its essence and the reason of the organization’s activities and products. 
b) Finding the Knowledge Needs: The next step, regarding the organization identity, is the detection of the 
knowledge needs of the organization, as well as the key actors who will meet such needs. 
c) Designing the Knowledge Strategy: With previously compiled information the knowledge leader 
generates the strategy to be followed by the organization. It is essential that the knowledge strategy is aligned to 
the organization strategy: for this reason, for its design, items such as identity and knowledge needs must be 
taken into account. 
 Motivation of the Transfer of Knowledge: Knowledge leaders need using tools to allow encouraging 
motivation among the organization members in order for them to decide to transfer the knowledge they have and 
that is useful for the organization processes.
 Construction of the Knowledge System: Once personnel are motivated to follow the knowledge strategy, 
the knowledge system construction shall be performed, including the technological aspect, administrative and 
normative processes constituting the knowledge system.
7. Conclusions 
The organization’s knowledge leadership is not an isolated phenomenon; it must be analysed under the light of 
the contributions made around leadership from the political science. According to the considerations presented in 
the first section of this lecture, leadership in organizational studies has been influenced by the categories 
established by Weber: charismatic domination, traditional domination and legal domination. Regarding theories 
on leadership in organizational studies, a highlight is that leaders have the skills-relations dichotomy and that the 
context determines the kind of leader required in the organization. This compels the organization to have not only 
one type of leadership, but a group that may direct it in the different circumstances it must face. 
Regarding the knowledge leadership, the leader is capable of having influence on the organization members 
towards the transfer and generation of knowledge. However, as already mentioned, there is not a sole knowledge 
leader, so the creation of teams must be encouraged to represent several areas of the organization and with 
individuals with several skills for an efficient knowledge management. 
Regarding the knowledge leadership model, the main characteristics of a knowledge leader were shown, as 
well as the barriers they have to fight against and the benefits they will bring to the organization.  
668   Valentino Morales López /  Procedia - Social and Behavioral Sciences  73 ( 2013 )  661 – 668 
References 
[1] Aristóteles (2000) Política. Madrid: Gredos. 
[2] Maquiavelo, Nicolás (2001) El príncipe. México: Porrúa. 
[3] Weber, Max (1999) Economía y sociedad. México: Fondo de Cultura Económica. 
[4]Barnett, Tim (2010) “Leadership theories and studies” In: Encyclopedia of Business. Available at: 
http://www.referenceforbusiness.com/management/Int-Loc/Leadership-Theories-and-Studies.html Consulted: May 20, 2011. 
[5] Morales López, Valentino (2010) Modelo de transferencia de conocimiento organizacional: marco conceptual. México: INFOTEC. 
[6] Cavalei, S, and S. Seivert. Knowledge leadership: the art and science of the knowledge-based organization. Organization. Amsterdam: 
Elsevier, 2005. 
[7] Daskalaki, M. y Blair, H. (2004) “‘Knowing’ as an activity: implications for the film industry and semi-permanent work groups”. pp. 181-
205. In: Organizations as knowledge systems: knowledge, learning and dynamic capabilities. Learning. New York: Palgrave Macmillan. 
[8] Kim, Y, Jarvenpaa, S. L. y MAJCHRZAK, A. (2008) “Ad hoc interorganizational collaboration: safeguards for balancing sharing and 
protection of knowledge”. In: Knowledge management: an evolutionary view. Armonk, N. Y.: Sharpe. 
[9] Leistner, F. Mastering organizational knowledge flow: how to make knowledge sharing work. Knowledge Creation Diffusion Utilization. 
New Jersey: John Wiley, 2010. 
[10] Cavalei, S, and S. Seivert. Knowledge leadership: the art and science of the knowledge-based organization. Organization. Amsterdam: 
Elsevier, 2005. 
[11] Croteau, A. M. y Dfouni, M. (2008) “Knowledge Management Leaders’ Top Issues”. pp. 47-68. In: Knowledge management and 
business strategies: theoretical frameworks and empirical research. Framework. Hershey: Information Science Reference. 
 
